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Abstract
Background: Caring is the major focus of nursing practice,
and their behavior has an impact on the quality of patient care, and
it is very important that they are satisfied while working. The
strong relationship between job satisfaction and nurses caring
behavior is well established, and therefore the managers can be
encouraged to provide better conditions for nurses’ satisfaction.
The aim of this study was to investigate the relationship between
job satisfaction and the caring behavior of nurses in the Military
Hospital. 
Design and Methods: A survey with a self-assessment ques-
tionnaire was carried out from August to December 2019.
Participants were 121 nurses working in a military hospital
Malang, Indonesia. The data was collected using the Job
Satisfaction Survey (JSS) and Caring Behavior Inventory (CBI-
24). The data were analyzed using rank Spearman and multiple
linear regression. 
Results: Job satisfaction had a positive correlation with the
caring behavior of nurses (p=0.003; r=0.266). Furthermore, there
were four job satisfaction dimensions namely supervision, contin-
gent rewards, co-workers, nature of work and communication
dimensions were positively correlated with nurses’ caring behav-
ior (p<0.05) while salary, promotion, benefits, operating proce-
dure dimensions are not related to nurse’s caring behavior
(p>0.05). 
Conclusions: Caring behavior of nurses is influenced by job
satisfaction. Therefore, it is necessary to provide supervision, con-
tingent rewards, empowerment, collaboration program for the
nurses to reconstruct the nursing working environment to be
healthier and increase the caring behavior of nurses.
Introduction
Quality health care is the result of collaboration between
patients and health care providers in a supportive environment.1
Nurses as professionals are responsible for the provision of high
quality nursing care for better patient outcomes and every effort is
made through their caring behavior.2 Furthermore, caring is an
interpersonal process with a specific context characterized by
excellent nursing skills, interpersonal responsiveness, and inti-
mate relationships initiated by the nurse’s need and openness to
care, as well as professional maturity and willingness to nurture
their moral foundation.3 In general, nurses perform sufficient
patient care, however they often less attentive to caring behavior
aspects.4 Another studies showed that nurses are more focused on
the application of skills or carrying out a task than on existing car-
ing behaviors that demonstrate compassion, love, kindness, and
relationships.5 Their work performance appearance is influenced
by job satisfaction.6-8
Nurses believe that the quality of care provided by their work
unit has a strong impact on job satisfaction, and believe that their
work unit provides excellent quality of care that also provides the
highest level of satisfaction.9 Job satisfaction is a pleasant feeling
or assessing the expression of positive emotion to  an individual’s
work or working experience.10 Interpersonal relationships in the
working place are providing good patient care, physical working
conditions, salary, promotion, job security, responsibilities, work-
ing hours, management, staffing and resources, which are predic-
tors of job satisfaction.11,12 There was no difference in overall sat-
isfaction between military vs civilian services, professional vs
non-professional nurses, general vs specialized care in military
hospitals.6,13 The four most preferred responses were staff interac-
tion, patient care, unit or specialization, learning environment,
while the least preferred were the hospital’s military/political
structure, staff shortages, schedules, and unsupportive administra-
tion.6 Based on the results above, this study aims to examine the
relationship between Nurses’ job satisfaction and caring behavior
who work  in the Military Hospital.
Design and Methods
The research uses a descriptive quantitative design with a
cross-sectional approach and random sampling. Overall respon-
dents involved in this study were 121 nurses working in the inpa-
tient wards at the Military Hospital in Malang, East Java. The
instrument used in measuring the job satisfaction was the Job
Satisfaction Survey (JSS), which consists of 36 items, divided into
9 sub-dimensions, namely: salary (4 item), promotion (4 item),
fringe benefits (4 item), contingent rewards (4 item), supervision
(4 item), operation procedure (4 item), Co-worker (4 item), nature
of work (4 item), and communication (4 item). This instrument
uses a 6-point Likert scale (1 =disagree very much, 2=disagree
moderately, 3=disagree slightly, 4=agree slightly, 5=agree moder-
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Significance for public health
The nurses are group of health-care professionals that have the largest number of healthcare workforce in the world. Nurses practice independently and have
the ability in promoting and maintaining human health. However, their job satisfaction is rarely investigated, and there are several negative impacts that may
arise from unsatisfied nurses. The decreased motivation in providing care, leading to an increase in patient complaints as well as potential safety incidence.
These consequences indicated a red flag for the qualified healthcare services provided in the public health. This study examines the relationship between job
satisfaction and the caring behavior of nurses. The result is expected to identify specific factors of job satisfaction that can be modified to maintain caring
behavior in which the decreasing quality of care can be prevented.  










ately, 6=agree very much). The instrument used for measuring car-
ing behavior was Caring Behavior Inventory (CBI-24).15 This
instrument consists of 24 items, divided into 4 sub-scale, assurance
(8 item), knowledge and skill (5 item), respectful (5 item) and con-
nectedness (5 item). 6-point Likert scale (1=never, 2=almost never,
3=occasionally, 4=usually, 5=almost always, 6=always). The
instrument was tested for validity and reliability with the results of
all valid question items (r >0.45) and Cronbach Alpha value
(0.907) for JSS and (0.954) for CBI-24. This research was con-
ducted after obtaining ethical clearance from the Health Research
Ethics Commission of the Faculty of Medicine, Universitas
Brawijaya, Indonesia. All respondents participated had previously
received informed consent. Participants fully understand the con-
cept of the research and agreed to respond to the questionnaire. The
entire survey process used anonymity and all personal information
was kept confidential. The data collection was carried out by using
paper-based questionnaire, which was distributed to nurses at the
inpatient wards. All the eligible nurses were given informed con-
sent prior to the survey distribution, and the consent were earned
when nurses signed the informed consent form and completed the
survey. In terms of statistical analysis, the frequency distribution
was used to perform a univariate analysis in the characteristics of
the respondents. While job satisfaction and caring behavior were
examined using descriptive statistic. The Spearman rank test were
used to examine the relationship between job satisfaction and car-
ing behavior. In addition, the correlation of ten domains of job sat-
isfaction to nurses’ caring behavior were also closely examined
using multivariate linear regression model was examine and all the
statistical analysis was performed using SPSS 16.  
Results and Discussions
The respondents’ characteristic data includes gender, age, edu-
cation, and experience as described in Table 1, which shows that
the majority of respondents were male (73.6%), age <40 years
(85.1%), education diploma (75%), and experience > 5 year
(60.3%). Based on Table 2, it can be predicted using 95% confi-
dence interval total score of job satisfaction score ranges from
3.93-4.09 (salary score was between 3.64-3.90; promotion scores
between 3.63-3.83; fringe benefits scores between 3.53-3.72; con-
tingent rewards scores between 3.71-3.95; supervision of the
scores were between 4.20-4.48; operation procedure scores
between 3.06-3.25; co-worker scores between 4.64-4.88; nature of
work scores between 4.77-4.96; communication scores between
3.85 4.20), while the caring behavior scores ranged from 4.21-
5.75. The relationship between total score of job satisfaction and
its dimensions (salary, promotion, fringe benefits, contingent
rewards, supervision, operation procedure, co-worker, nature of
work, communication) and caring behavior can be seen in Table 3.
The score of the total job satisfaction has a relationship with caring
behavior (p<0.05). Sub variable job satisfaction (contingent
rewards, supervision, co-worker, nature of work, and communica-
tion) has a relationship with caring behavior (p<0.05).
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Table 1. Characteristics of respondents based on gender, age, edu-
cation and experience (n=121).
Characteristics of respondents         Frequency            Percentage
Gender
       Female                                                                    32                                26.4%
       Male                                                                         89                                73.6%
Age
       20-30                                                                        53                                43.8%
       31-40                                                                        50                                41.3%
       >40                                                                          18                                14.9%
Education
       Diploma                                                                  92                                 76%
       Bachelor                                                                 29                                 24%
Experiences (year)
       ≤5                                                                             48                                39.7%
       >5                                                                            73                                60.3%
Table 2. Distribution of variables job satisfaction (salary, promo-
tion, fringe benefits, contingent rewards, supervision, operation
procedure, co-worker, nature of work, communication) and car-
ing behavior (n=121).
Variables                   Mean  Median    Min-Max    SD       95% CI
Job satisfaction (total)      4.01          3.88          3.17 - 4.83      0.45       3.93 - 4.09
Salary                                     3.77          3.75          2.00 - 5.25      0.73       3.64 - 3.90
Promotion                             3.73          3.75          2.25 - 5.00      0.56       3.63 - 3.83
Fringe benefits                    3.63          3.50          2.00 - 4.75      0.52       3.53 - 3.72
Contingent rewards            3.83          3.75          2.50 - 5.00      0.66       3.71 - 3.95
Supervision                          4.34          4.25          2.50 - 6.00      0.77       4.20 - 4.48
Operation procedure         3.16          3.25          2.00 - 5.00      0.52       3.06 - 3.25
Co-worker                             4.76          5.00          3.50 - 5.75      0.67       4.64 - 4.88
Nature of work                     4.87          4.75          3.50 - 5.75      0.53       4.77 - 4.96
Communication                    4.03          3.75          1.50 - 6.00      0.97       3.85 - 4.20
Caring behavior                    5.16          5.08          4.21 - 5.75      0.39       4.21 - 5.75
SD, standard deviation; Min, minimal; Max, maximal; CI, confidence interval.
Table 3. Analysis of the relationship between variables total score
job satisfaction (salary, promotion, fringe benefits, contingent
rewards, supervision, operation procedure, co-worker, nature of
work, communication) and caring behavior variables (n=121).
Variable                             Correlation coefficient      p-value
Job satisfaction (total)                                   0.26                                 0.003
Salary                                                                  0.02                                 0.824
Promotion                                                         -0.12                                0.185
Fringe benefits                                                 -0.01                                0.871
Contingent rewards                                         0.21                                 0.019
Supervision                                                       0.34                                 0.000
Operation procedure                                      0.02                                 0.826
Co-worker                                                          0.24                                 0.006
Nature of work                                                  0.35                                 0.000
Communication                                                0.25                                 0.000
Table 4. Multiple linear regression analysis.
Independent variable    B      t-value  p-value   Adjusted R square
Constant                                 4.930                                                           0.201
Salary                                      -.184       -2.281         0.024                            
Promotion                              -.037        -.517          0.606                            
Fringe benefits                      .013          .143           0.887                            
Contingent rewards             -.159       -2.107         0.037                            
Supervision                            .196         2.322          0.022                            
Operation procedure          -.101       -1.333         0.185                            
Co-worker                              -.071       -1.032         0.304                            
Nature of work                       .135         1.616          0.109                            
Communication                     .190         3.028          0.003                            










From the performed multiple linear regression analysis, four
job satisfaction dimensions (salary, contingent rewards, supervi-
sion, and communication) are greatly associated with nurses’ car-
ing behavior (Table 4). The results of the multicollinearity assump-
tion test (tolerance value >0.27 and VIF <4.4), autocorrelation
(Durbin Watson=1.468), normality (probability plot, residual
observations spread around the diagonal line), heteroscedasticity
(scatter plot, randomly spread residual observations), showed that
multiple linear regression analysis can be performed. The results of
multiple linear regression analysis showed that only the salary,
contingent rewards, supervision and communication affect nurses’
caring behavior. The caring behavior of the nurses can be repre-
sented by salary, contingent rewards, supervision, and communica-
tion by 20.1%, or in other words it contributed about 21.1% to the
caring behavior of the nurses, while the remaining 79.9% is a con-
tribution from other factors that are not in the model linear regres-
sion. Caring is at the core of nursing and the nurse caring behavior
is a service provided to the patients.14 Nurse job satisfaction is very
important in providing high quality service to patients.1 Nurse’s
job satisfaction can be measured in terms of salary, promotion,
supervision, benefits, contingent reward, operating procedures, co-
workers, nature of work, and communication.15 This research
shows that nurses’ job satisfaction are positively related to their
caring behavior. This study is in line with the results of several
studies, which reported that nurse caring behavior is influenced by
job satisfaction.2,16,17 Other studies suggest that job satisfaction
can improve the performance of nurses and the quality of patient
care.9,18-20
In this study, the salary and reward nurses receive is known to
have an impact on the nurses’ behavior. Salary is recognized as the
main reason for increased efforts to improve the quality of care and
nurses.7,21 Nurses prefer non-financial rewards, including commu-
nity appreciation and feedback, time and working management,
job content and development opportunities, influencing and partic-
ipation are closely related to the importance of rewards.22 The
direction in this study is negative, meaning that the greater the
salary received by nurses, the lower the nurses’ caring behavior.
This condition is suspected because most of the respondents have
worked for more than five years, in such a way that the salary and
rewards is quite stable. 
Supervision is one of the influencing factors to nurses’ per-
formance, such as the caring behavior. The better the supervision
carried out at the hospital, the better the nurse’s performance.
These results are similar with previous study finding that supervi-
sion has an effect on nurses’ performance.8,23,24 Clinical supervi-
sion has significant impact on self-assurance improvement, an
increased nurse supportive behavior to their patients, relationship
with the patient, and taking responsibility.25
Communication is a factor that has the greatest influence on
nurse caring behavior, the better communication performed by
nurse, the better nurse’s caring behavior. Good communication
will improve the quality of nursing care delivered to patients.26,27
The communication skills possessed by nurses affects their caring
behavior in providing nursing care to patients.28
Conclusions
Nurses’ caring behavior is very important for high quality
health services, in such a way that the hospital management must
implement a program to improve the nurses’ ability and skills.
Nurse satisfaction needs to be managed properly in order to
improve their performance, especially the implementation of car-
ing in nursing services. Financial rewards are important, but non-
financial rewards are also very important to be managed by hospi-
tal management. Another very important factor to consider is the
management of the communication skills in caring behavior in
providing nursing care for patients and their families.
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